The problems of efficiency growth of state run public authorities and governmental authorities are considered in the article.
Introduction
Improvement of efficiency of the civil service is one of the important conditions for overcoming the negative trends in the socio-economic development of the Russian Federation. In our opinion, the main problems in this sphere are the following: replenishment of senior executives by highly qualified competent specialists and radical increase of the professional level of the existing civil servants in performance of their duties.
Complexity of solving these problems is explained, firstly, by the fact that unfortunately the most important values of the democratic society -openness to new experience, commitment to social change, understanding and acceptance of diversity of opinions and attitudes of the other people, the desire to achieve a high level of social and professional standards, the ability to define and defend one's opinion, to be independent and responsible at the same time, to live in conditions of competition in all areas -have not become the prior values for public servants yet.
It is obvious that without assurance in priority of these values, a civil servant can not contribute to formation of the necessary conditions for the development of creativity and initiative of citizens, so the social duty of the state -to create opportunities for every citizen to perform and work freely -can not be enforced.
Secondly, we are convinced that the most important and valuable resource of public administration is a human one; it requires careful handling. However, very often it is necessary to say that be noted that a lot of public servants of all ranks and levels understand this axiom too simply, while the deficit of this resource is definitely the greatest national problem of the present and future of Russia.
At the time, the American researcher of the problems of organizational behavior and management Elton Mayo said that science and art of government are based not only on its socialization, but on psychologization as well, as far as it is important to have the ability to listen, communicate, to show sympathy and to have credibility. The Art of Communication is an essential component of the process of management process. Personal abilities can not substitute this art; no technical skills or the highest production efficiency will compensate its absence [1] . Mayo logically concludes that modern civilization is in great need of servants of the new type who are able to able "to understand social and human facts as they are having thrown away all their emotions and prejudices". But to achieve that, "it must be meticulous training…, including in the organization of cooperation." [1] Mayo thought that the drawback of contemporary system of management education is that it was not able to teach social skills -"the ability to establish communication with others, to inspire by feelings and ideas to others so to promote the innate feeling of participation in a common cause." [1] A lot of findings of the scientist findings are still relevant today, and if the public service has set a goal to become really professional, it must become competitive in the labor market, to be attractive for highly qualified personnel. Unlike large commercial companies whose financial resources allow not only to select the best candidates from hundreds of applicants, but also to withhold them by weighty social package for the system of civil service, especially for employees of lower echelon and middle ranking, such methods are not applicable yet. However, in the sphere of public service there are other resources which, unfortunately, are involved not enough at present: the prestige of the profession, stability, opportunities for career and professional growth, social concern of the state of its "sovereign people".
Effective solution of the problem of improvement of professionalism of civil servants is restrained by absence of the integrated public authority that would be responsible for selection, choice and assessment of staff for public service.
Due to the fact that establishment of the system of formation and development of personnel reserve in public authorities is at the initial stage, it is almost impossible to give the objective characteristic of this reserve. In its turn, it is the strongest constraining factor for the use of modern methods of the selection of staff that is highly professional, ready to work in the system of public administration for a long time, that has valuable experience of teamwork, that focuses on personal career and service for public interests. But available experience and knowledge of the public and municipal servants do not always match with those that are required for the functioning of public authorities in new conditions. "I fully agree with those people who think that we have the anachronistic system of public administration and the same system of recruitment," -said D.A. Medvedev at the meeting with the open government in Skolkovo. According to him, "it is obvious that there can not be a modern system of public administration with the old system of staff selectioncareer development, the system of motivation and so on". [2] It is quite clear that the growth of professionalism of civil servants directly depends on the state of the contingent, on identification of persons who are able to "raise" their professional level. It is necessary to have certain selection criterial in order to make a qualitative selection and evaluation of staff. At this stage the question arises: what are the criteria of evaluation? The experts in the field of personnel assessment have the answer: it is necessary to create the model of competencies which should take into account peculiarities of public servants, describe differences in the requirements for workers of different groups of job positions, which should reflect continuity in development of competencies, which will also contain an integrated description of requirements for knowledge, abilities and skills of public servants required for successful execution of their duties and which should take into account the characteristics of their activities.
Method
The Republic of Tatarstan can be as a good example of creation of competency models and their application. In 2010 the comprehensive competence approach in the field of civil service in the formation of multi-level personnel prospects was tested and implemented in Tatarstan for the first time among the regions of the Russian Federation by the initiative of the President of the Republic of Tatarstan R.N. Minnikhanov. Development of the model of competencies of effective public servant of the Republic of Tatarstan was held using modern methods -the focus-group research and the assessment center.
The focus-group research was held with participation of Ministers and Deputy Ministers of the Republic of Tatarstan, the heads of structural subdivisions of the Administration of President and the Cabinet of Ministers of the Republic of Tatarstan. The models obtained were combined into the united integrated model of competencies of managers in the sphere of public authorities and administration of the Republic of Tatarstan. [3] According to the results of the focus-group research the following basic competencies were determined in order to improve the effectiveness of functions of the Head of the state run public authorities of the republic: strategic and analytical thinking, innovation, performance management, ability of teamwork, communication skills, initiative and managerial responsibility, adequate behavior in stressful situations, leadership.
Heads of public authorities who defined the parameters of success of employees were directly involved in the creation of the model of competencies. The highlighted parameters were put into the basis of the developed competencies of servants. [4] The established unified model of competencies is currently being applied in the practice of assessment of managerial capacity of public servants by the method of the assessment-center.
Choosing this method, the developers took into account its ability to give comprehensive assessment of staff competencies, based on the use of complementary techniques, its orientation for estimation of real qualities of employees, their psychological and professional features, compliance to the requirements of job positions, as well as for identification of potential abilities of managers and specialists.
Results
The data concerning personal, managerial and professional potential of civil servants obtained with the help of the assessment center became the basis of formation of workforce capacity on different levels of management in the sphere of civil service of the Republic of Tatarstan; it gives reason to the republic's leadership not only to make well-founded personnel decisions, but also to monitor professional development of individuals enrolled into the personnel reserve.
High cost is the factor that restrains to some extent the use of the method of the assessment center for evaluation of all existing public and municipal civil servants of the Republic. However, in the frames of the Program of development of public and municipal service in the Republic of Tatarstan, this method got the support.
For today about 2 million civil servants -deputy ministers, heads of departments and offices, heads of department of ministries and divisions, people from the personnel reserve of public authorities -assessed and passed as managerially competent in the Republic of Tatarstan. Work on assessment of management competencies of municipal servants of the republic also started -by now more than 450 people have already passed this assessment.
According to the assessment the individual plan on the assessed competencies with identification of various activities for development and self-improvement and one of types of additional professional education, to which the civil servant is sent (advanced training, professional retraining or apprenticeship) was formed for every participant.
It should be emphasized that these individual plans are the basis of the above-mentioned The results of the program are quite significant: 9225 public and municipal servants were trained during the period of its work.
As far as the spheres of public and municipal administration require specialists of different levels and directions of activities, a wide range of programs is developed and implemented in HSPMA (tab.1). Specialization of activities of servants in such spheres as health, education, culture, energy, housing and utilities, is also taken into account: the programs that take into account the specific character of this or that economic sector, also run. HSPMA pays special attention to the levels (regional or local) and to management functions (strategic management, planning and forecasting, financial management, human resource management): the programs "Innovative methods of development of municipal entities", "National Competition Policy", "Modern technologies of personnel management in the public civil and municipal service", "Financial audit and performance audit in the system of the state financial control" and a number of other programs run here.
Of course, HSPMA does not stand apart from the processes of informational support -modern society is penetrated by information flows and technologies. Increased attention is paid to this very important sphere: the programs "Informational support and communication in the public sector", "Information technologies in public and municipal management", "Communicative management in public administration" are implemented.
Conclusions
In accordance with the national policy on the questions of anti-corruption, the programs on anti-corruption national policy in the system of public and municipal administration are rather relevant.
It is necessary to say that the content of the developed programs is not of prolonged nature -qualitative and quantitative expansion and updating of programs is constantly going. Constant cooperation of HSPMA for development of joint programs with ministries and departments of the republic, the departments of the university, similar structures of other universities of the country plays great role in this. Among these programs there are the following ones: "Management of Special Economic Zones", "Problems of accession of Russia to the WTO," "Work with commercial organizations", "Technologies of development of standards of public and municipal services." Classes with the use of innovative methods of education in the form of "round tables", workshops, debates, problem-innovative meetings are held in order to achieve maximum efficiency of learning the new material.
Trainings have a special place in the educational process. Practice shows that in most cases the training programs are more effective than traditional forms of education -lectures and seminars. Intensive work during trainings helps to achieve good results in a short time, and the subsequent system of post-training support provides good reinforcement of material. Moreover, repeated polling surveys of students confirm attractiveness and importance of this form.
Human Resourcing of the educational process is an important resource that determines quality of training of civil and municipal servants. To characterize the composition of persons involved by HSPMA for teaching, we will give the following data (tab.2): 
